Cooperatives in Papua are not only facing competition at the local level, but also facing competition with economic institutions at the global level. In order to compete as a modern economic institution, the performance of cooperatives needs to be improved in order to successfully become globalized economic institutions. The decline in the performance of cooperatives in Papua is thought to be caused by a factor of organizational culture and behavior of cooperative leaders. This study aims (1) to test and analyze the influence of organizational culture on employee performance and (2) to examine and analyze the effect of behavior of leaders on employee performance. This study was conducted at some research sites in five (5) regencies and one (1) city in the Province of Papua. The sampling technique sampling used was area sampling. The population was all employees of cooperatives. These employees have been actively working for more than five (5) years. There were as many as 252 employees in 120 cooperatives. Since the total population was only 252 people, the study used a saturated sample technique or population research. Quantitative analysis method used was Structural Equation Modeling (SEM). The results of the study are as follows. First, culture directly and significantly affects employee performance. Second, the behavior of leaders directly and significantly affects employee performance.
For such a long time, cooperatives have been considered unimportant. They are seen merely as a collection of people who are completely weak. People tend to think that cooperatives do not play any roles, compared to medium and even large private business. This is completely wrong, yet the thought has long stayed in our mind. In Indonesia, some cooperatives actually have had large and diverse business units and have grown into a large-scale business dominating the life of many people in various areas of commercial enterprises. Cooperatives turnover has reached billions of rupiah per month. However, as Bung Hatta said, "Despite the great business, cooperatives which have not been able to prosper the life of the members cannot be said as a real cooperative; cooperatives shall work for the interests of the members." In the Province of Papua, there are 2,483 cooperatives nowadays. However, only 1,460 cooperatives or about 58% are active, while the remaining 1,023 or about 42% of cooperatives are inactive needing to be addressed so as not to close down (Tempo, July 18, 2013) . In general, the growth of cooperatives in Papua from the aspect of quantity increases, but the number of cooperatives facing problems is also increasing.
Article 3 Law Number 25 of 1992 states that the purpose of cooperatives is to promote the welfare of members in particular and society in general as well as to help build national economy in order to realize an advanced equitable and prosperous society based on Pancasila and the Constitution of 1945. The results of the preliminary study showed that the performance of cooperatives in Papua was still not optimal. Data released by Tempo on July 18, 2013 proved that as many as 42% of cooperatives in Papua were inactive. This data can be interpreted as the sign of low performance of many cooperatives in Papua. The assumption built from the results of preliminary study is that the low performance of cooperatives in Papua is due to the performance of managers of cooperatives, in this case is the leaders and employees of cooperatives in Papua. The decline in the performance of cooperatives in Papua is thought to be caused by the presence of organizational culture, as well as the behavior of the leaders and employees. It has been assumed that cooperative organizational culture in the form of creative work culture, culture of learning, and work ethic have not been practiced as expected and eventually have led to low employee performance. Behavior of cooperative leaders in the form of care to employees, communication with employees, participation in performing tasks, and spirit to succeed in managing the cooperative is still low so the motivation and performance is also low.
The view above shows that cooperatives need to have an organizational culture that supports the achievement of organizational goals. Organizational culture within cooperatives refers to the basic patterned assumption found, explored, and developed by a group of people as the experience to solve problems, adapt to external factors and internal integration (Schein 1992) . Strong organizational culture supports its members to understand how to carry out tasks and give stability to the organization (Robbins and Judge, 2007) . Organizations are intimately associated with leadership behavior. Leadership has become one of the key factors in organizational life. Organizations need a leader to carry out the tasks that focus on common goals (Hadari and Martini, 2006) . The behavior of the leaders will be a role model for employees, because employees see how the behavior of the leaders could fit in with their plans to work and contribute to the organization.
Based on the background and reasoning as described above, then it is important and useful to analyze and examine whether organizational culture and leadership behaviors can improve employee performance in the savings and loan cooperatives in the Province of Papua.
LITERATURE REVIEW
Wilson (2009) examines the influence of organizational culture on employee performance. The study is conducted at a company having employees more than 5000 people. In this study, the performance of employees becomes the dependent variable and organizational culture becomes the independent variable that is determined by the interaction of internal and external forces. Internal forces consist of a sense of achievement of development and advancement, nature of work, and recognition. While external forces consist of company policy and supervision.
Van den Berghe (2004) conducts a study to reveal the influence of behavior of leaders on employee motivation at Toyota Kijang insurance. The study involves 104 respondents owners of Toyota Kijang. The study has found a positive and significant relationship between leadership behavior and motivation of employees.
Research by Wilson (2009) shows that the performance of employees is affected by organizational culture. The result indicates that internal forces, which consist of a sense of achievement of development and advancement, nature of work, and recognition, affect performance. While external forces, which consist of company policy and supervision, also affect performance. Compared with Wilson's study (2009), this study is different in the form of the three indicators used. Wilson's study uses (1) a sense of achievement of development and advancement, (2) the nature of work and (3) recognition as the indicators, while this study uses (1) creativity, (2) learning and (3) ethics as the indicators. Besides, Wilson's study (2009) uses organizational culture as an independent variable, and employee performance as the dependent variable.
Luthans (2006) and Hellriegel (1998) argue that organizational culture has a number of important characteristics as follows: (1) routine behavior when members interact; (2) the norms adopted by the working group throughout the organization; (3) the dominant values held by members of the organization; (4) the direction of organization's policy for employees and customers; (5) the rules to build relationship among colleagues in the organization that must be received by employees; and (6) feelings or climatic delivered in an organization with the physical layout and the way in which members of the organization interact with external parties.
Fiedler (1967, in Vromm and Jago (2007) also explains that leadership is basically a pattern of relationships between individuals using the authority and influence of the group of people to work together to achieve goals. This opinion is also supported by Pfiffner (1977) , which states that leadership is the ability to coordinate and motivate people and groups to achieve the desired goals. In line with the two opinions above, Davis (1977) defines leadership is the ability to invite others to achieve the stated goals vigorously.
Sutrisno (2011) suggests that performance is the result of work that can be achieved by a person or group of people in an organization, in accordance with the authority and responsibilities of each, in an effort to achieve the goals of the organization legally and in accordance with moral and ethics. Wirawan (2009) 
CONCEPTUAL FRAMEWORK
This conceptual framework describes the relationship between the study variables. Relationship between variables is based on the theory of organizational culture, behavior of leaders, and employee performance. The results of research is related to the relationship between the theory of organizational culture and leadership behavior toward performance. Based on the relationship of variables based on theories and previous research, the conceptual framework of the study is then prepared. Organizations use strategic reward system to motivate employees and improve their performance. Thus, the second hypothesis of the study is as follows:
H2: The behavior of leaders is able to influence performance of employees. Operational Definition: Organizational Culture(X1). Organizational culture as a variable (X1), is then given a code (BO), refers to the interaction of traits and habits that affect groups of people in their environment. Habits that support the organizational culture are creative culture, willingness to learn from the success of others, ethics or manners, and traditions in an organization. This statement is supported by the previous studies of Maran (2010) Employee Performance(Y1). Employee performance as a variable (Y), is then given a code (KJ), refers to the level of achievement and the understanding on the positive and negative impacts of an operational policy (Wright, 2002) . Employee performance indicators used in this study are based on the concept proposed by Bernardin and Russel (1993) , Armstrong (2004) , Bass (2003) , and Kasali (2001) . The indicators used are as follows: the quality of work, the quantity of work, and the mental attitude of work.
METHODS OF RESEARCH
The study took places in five (5) regencies and one (1) city in Papua, namely (1) the City ofJayapura, (2) the Regency of Jayapura, (3) the Regency of Jayawijaya, (4) the Regency of Timika, (5) the Regency of Biak Numfor, and (6) the Regency of Merauke. The sampling technique sampling used was area sampling. The population was all employees of cooperatives. These employees have been actively working for more than five (5) years. There were as many as 252 employees in 120 cooperatives. Since the total population was only 252 people, the study used a saturated sample technique or population research. The results of analysis show a positive correlation with a parameter coefficient of 0.57 and significant correlation between organizational culture (X1) and employee performance (Y) because the t statistic (4.201) is greater than t table (1.960). It can be concluded that there is a positive and significant influence of cultural organization (X1) on employee performance (Y). Positive sign means that the stronger cultural organization (X1), the higher the employee performance (quantity, quality, and professional attitude) will be; in other words, the more powerful creative communication, learning, and cooperation will be. The level of confidence of the relationship is (100% -0%) or equal to 100%. In the context of research on savings and loan cooperatives in the province of Papua, organizational culture refers to perceptions of employees and how the perception creates a pattern of beliefs, values, and expectations, as has been said by Schein (1992) . The results of this study also confirm the opinion of Gibson et al. (2012) which states that organizational culture is the perception of employees and how their perceptions pattern form beliefs, values, and expectations; thus, organizational culture has a number of important characteristics as stated by Luthans (2006) and Hellriegel (1998) .
Hypothesis 2: The behavior of leaders is able to influence performance of employees.
The results of the analysis show a positive and significant correlation between behavior of leaders and employee performance, with alpha of 5%. Positive sign means that the stronger behavior of leaders (X2), the higher the employee performance will be. The level of confidence of the relationship is (100% -0%) or equal to 100%. This study can explain that behavior of leaders has an important role, as it is an example for employees of cooperatives. The existence of the good example provides encouragement for employees to follow the example given in carrying out the work. Leadership is an effort to use the kind of influence rather than coercion to motivate people through communication in order to achieve certain goals (Gibson et al., 2012) . This study supports the opinion of Gibson et al. (2012) . Leadership is also interpreted as the ability to influence a group to achieve certain goals (Robbins and Judge, 2007) ; this opinion is also evidenced in this study. Based on this study and compared with previous studies, it can be affirmed that behavior of leaders has an influence on employee performance. The behavior of leaders in cooperatives in Papua has been appropriate to have a good impact on employee performance. The behavior of the leaders playing the biggest role in affecting employee performance is achievement -the leaders are able to establish a good relationship with the employees, so employees are willing to run the job happily, and therefore could produce better performance.
Limitation. The study took places in five (5) regencies and one (1) city in Papua, while Papua has 20 cities and regencies and has about 600 savings and loan cooperatives. The subjects of this study were only 240 respondents, so it does not reflect the overall population, as there are more than a thousand respondents in all savings and loan cooperatives in Papua. Further studies must be done by increasing the number of research sites in locations that have not been studied.
Conclusion
The results of this study indicate that organizational culture by cooperatives Papua can bring an impact on employee performance. The organizational culture that plays the biggest role is learning, where learning for employees need to be developed so cooperatives in Papua can develop even faster and better.
The behavior of leader in cooperatives in Papua can bring an impact on employee performance. The behavior of leaders that plays the biggest role in supporting employee performance is achievement, i.e. the behavior of leaders that can provide challenges, seeks improved performance, emphasizes on performance, and shows confidence that employees will achieve high standards.
SUGGESTIONS
Organizational culture, despite being able to promote employee performance, still needs to be improved, especially with regard to ethics. Cooperative management needs to improve employee ethics, i.e. the values and norms of employees in the work. Cooperative management can regularly conduct trainings or regular meetings to establish the values of good work for employees. Cooperative management may also send employees to attend trainings to improve the ethics of employees in the work.
The behavior of the leaders still needs to be improved, as leadership in cooperatives in Papua is still not strong enough. Leadership of cooperative management still needs to be improved, and this can be done by sending cooperative managers to attend leadership training conducted by government agencies and universities. Cooperatives may also propose to the provincial and city governments to conduct leadership training for cooperative managers.
